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INTRODUCTION 


The proficiency in having access to and absorbing essential resources through use of core strategies in business 
areas is a criterion for effectiveness, efficiency and successful fulfilment of purposes. Organisation effectiveness 
lies on employees, the leadership, business process, behaviour, structure and design, and the cohesion among the 
core business area. The employee performance in terms of how motivated, coherent, and productive the employees 
are in learning, training, management, usage of tools and the work environment are of importance as conflict in 
these essential areas can be a hindrance to the organisational success, likewise the process’s management, 
individual behaviour, leadership, structure, and the environment must be well aligned to avoid a conflict of interest 


in the achievement of the established goals. 


Setting a clear, achievable objectives will enhance excellent strategy for improving the organisation, but 
despite this conflict is inevitable and unpredictable, it could be dysfunctional (negative) or functional (positive), 
but most times conflict outcomes are dysfunctional, a negative outcome comes with lot of problems that can 
hindered the organisational effectiveness. Conflict management capability in an organisation determines its 
effectiveness, hence, it is essential to create a favourable environment where the workers can effectively perform 
their job roles without hindrances that could obstruct both individual and organisational goal achievement. Conflict 
occurs because of differences in interest and incompatibilities in goals. The complexity rises in open and diverse 


organisations (Gupta, 2013). 


Conflict perceived as dysfunctional can emanate from interpersonal relations, disturbance, cynicism, and 
ineffectiveness, among other factors(John-Eke Akintokunbo, 2020; Gupta, 2013), but a well-managed conflict 
enhances collaboration, feedback, and good communication, that promotes flow of ideas for work 


relationship(Awan & Saheed, 2015). A functional conflict enhances creativity, proactiveness, change, good 
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explanation of opinions, satisfaction, human capabilities development and positive performance. Conflict can threaten the 
business survival and goals accomplishment (Gbarale & Tantua, 2020; John-Eke Akintokunbo, 2020; Gupta, 2013). This 
makes essential for management to device strategies for managing conflict at workplace, in other to ensure effectiveness in 


job execution and goals. The study therefore examines conflict influence on the organisational effectiveness. 
RESEARCH QUESTIONS 

e How does collaboration influence cohesion in the manufacturing firms in Rivers State, Nigeria? 

e How does collaboration influence productivity of the manufacturing firms in Rivers State, Nigeria? 

e To what extent does compromising influences cohesion in the manufacturing firms in Rivers State, Nigeria? 


e How does compromising influences productivity of the manufacturing firms in Rivers State, Nigeria 


Conflict Organisational 
Management strategies Effectiveness 


Collaborating 


Compromising 


Figure 1: Operational Framework of Conflict Management Strategies and Organisational Effectiveness. 
Source: Researcher (2022). 


CONFLICT MANAGEMENT STRATEGIES 


Cooperation, competition, and conflict are universal, normal, eminent and occur in the social life and the workplace. 
Stakeholders in the organisation have different interest and incompatible goals which make conflict to be inevitable in the 
workplace. Conflict has been defined in several ways; a disagreement over substance or emotional bitterness that 
sometimes occur from personality clashes, mistrust, anger, and stress/burnout (Gbarale & Tantua, 2020), "the appearance 
of difference, difference of opinions, of interests" (Follett 1924 in Onnam, 2011); conflict is interest differences among 
parties, resulting in intrusion into other party’s goal attainment and with antagonism (Zeb-Obipi, 2019).Conflict is a 
misunderstanding, disagreement, expression of hostility, rivalry, antagonism, friction, cynicism (negative attitudes), 
aggression that occurs among different parties or stakeholder in the organisation because of differences in interest, and 


incompatible interest and goals. 


Different conflicts exist at workplace, such as relationship, task, and value conflicts. The task conflicts are 
disagreement on job roles and work assignment; this includes disputes on task and resources division, differences in 
policies, procedures and opinions on work execution, judgement, and management. Sometimes task conflict has deeper 


roots and more complexity. Relationship conflict, the most common conflict occurs when people are not accommodative 
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and did not understand other’s feelings and differences, personalities, perspectives, variances in tastes, styles, opinions, 
experiences, and beliefs, while value conflict occurs because of fundamental differences in identities and values, which 
comprises differences in ethics, norms, beliefs, work decisions and policies. There are many reasons conflicts occur, 
among which are ambiguous work roles, personal differences, dependency, style differences, competition for scarce 
resources, underperformance, burnout, underperformance, and unrealistic expectations. Conflict theory is based on the 
philosophy that groups usually compete for inadequate resources and control, which often result in inequalities as people 


with more power and resources try to maintain it to suppress others (Shonk, 2021). 


The focus of all organisations is a suitable conducive environment where workers execute their duties effectively 
with no negative influence that could hinder the achievement of organisational goals (John Eke and Akintokunbo, 2021) 
hence conflict management. Conflict management is the method by which disagreements are resolved to minimise negative 
results and prioritised positive results and its benefits (Valamis, 2021).Conflict management is a procedure for handling 


disagreements and clashes among employees. 


The most used conflict techniques are competing, collaborating, avoiding, accommodating, and compromising. 
Accommodating neglect one’s wants and needs for others need, by cooperating at one’s expense. Most often used when 
dealing with more competent and knowledgeable persons. Avoiding stays away from issues not worth being emotionally 
involved. This type of method does not help others in reaching their goals, neither does it help the person avoiding the 
issue. Competing involves being assertive in one’s stance and Compromising has no wins. The two parties’ resort to 
agreement on the issue discussed to provide satisfactory solution. Ineffective conflict management has associated costs 
such as employee turnover, wastages of resources, time and money and poor decisions. The study used two of these 


strategies (collaborating and compromising) to observe influence of conflict on the organisational effectiveness. 
Collaboration 


A procedure that seeks a “win-win" for all, since all parties’ needs are met, and parties feel valued to have their matters 
well-thought-out. Collaboration requires creativity, open-mindedness, and reframing issue for effective collaboration. 
This method strengthens, protects relationships, and produces respect amongst the workers. The method is most 
appropriate when you are wrong, when there is a need for harmony, no possibility of you winning, the matter is more 


important to others, when it is not one’s right time but to build credit for future and learn. 
Compromising 


When compromising, no party involved "wins, but each will partially get what they want. This method can be effectively 
used to satisfy both parties. This strategy has co-ownership of solutions, to enhance thought change with new suggested 


options and information and to ensure cooperation and stop hostility and hard feelings (Gupta, 2013). 
ORGANISATIONAL EFFECTIVENESS 


Every organisation seeks effective processes, services, and management. Effectiveness is being successful in producing a 
result or a desired output or goal, and the competence in achieving its goals (Robbins, 2009). Organisational effectiveness 
measures how meticulously, resourcefully, and efficiently a company pursues the achievement of its goals and doing the 


right things at workplace (Gupta, 2013). 
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Productivity 


Productivity is the ratio between output of work and resources input in creating wealth or advancing economic activities 
(Citeman, 2009),the quantity produced (output) and the resources used during production (input) in the production process 
of creating wealth.“It is the ratio between the output of wealth (goods and services) and resources input in production. 
Thus, improving productivity is an important goal of all businesses today. Despite the various methods of increasing 


productivity, the essence is attaining the correct mix of firmness and adapting to new conditions. 
Cohesion 


Cohesion is the bond existing among team members that make them remain as a group. Towler suggests that cohesiveness 
is the bond that makes a team stay together (2019). Team cohesiveness is the tie that gives a team drive needed to complete 
a task. Every team member is obligated for responsibility and accountability for team effectiveness towards a common 
goal, hence team cohesiveness. A team cohesion is dynamic and more that coordination and cooperation, it involves 
engaging in collective work produces more innovative and productive outcomes that exceed the simple sum of individual 
efforts and showing mutual commitment to challenging goals to reach an all-encompassing purpose (Towler, 2019), 
making it essential for management to enhance team cohesiveness at workplace. Cohesiveness progresses and measures 
both individual and team effectiveness (Salas et al., 2015). Cohesion enhances merging competence for convergent and 


divergent thinking that builds creativity and knowledge generation (Hoeg] & Parboteeah, 2007). 
CONFLICT MANAGEMENT AND ORGANISATIONAL EFFECTIVENESS 


Conflict management identifies conflict and manage conflict wisely, impartially, and efficiently. Conflict occurs when 
everyone exhibits how valuable they at workplace, and this brings disputes among the parties involved. Although conflict 
among workers is inevitable, it must be efficiently managed. The responses and manners of handling these conflicts will 
determine the organisational success. A well-managed conflict brings change and enhances effectiveness at work, while an 


unmanaged conflict will negatively affect the organisational goals. 


Effectiveness is the extent an organisation achieves its goals or mission, through provision of constructive conflict 
management efficiency at workplace. Indeed Editorial Team(2021) suggest that possessing the right like active listening, 
humour, responsibility, open communication, stress management, respectful nonverbal communication, impartiality, 
positivity, emotional intelligence, patience, decision-making ability, empathy, problem solving, mediation, assertiveness, 


facilitation, criticism avoidance and being perceptive to providing solution skill are keys to effective conflict management. 


Conflict and its associated hidden costs have enormous impacts on the organisational effectiveness, having 
strategic approach to managing this conflict will reduce its negative effects, as conflicts are normal in all institutions and 
unavoidable. Conflict management strategies are important for workplace effectiveness as it reduces burnout/stress. 
unproductive behaviour, turnover, and absenteeism. When effectively managed, it improves work efficiency, relationship, 
engagement, commitment, satisfaction, goal attainment, enhances coordinated team cohesion, ideas, solutions, and new 
insights. Managing conflict requires knowing the source, asking the right question, questioning the relevant person, 


keeping everyone united, given guidance on roles and encouraging participation at all levels(Rivera, 2020). 
From The Preceding Literature, The Following Relationships are Hypothesised in their Null Forms: 


e Ho: There is no significant relationship between collaboration and cohesion in the manufacturing firms in Rivers 
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State. 


e Ho: There is no significant relationship between collaboration and productivity of the manufacturing firms in 


Rivers State. 


e Hos: There is no significant relationship between compromising and cohesion in the manufacturing firms in 


Rivers State. 


e Hos: There is no significant relationship between compromising and productivity of the manufacturing firms in 


Rivers State. 
METHODOLOGY 


A survey of 5 manufacturing firms in River’s state was made. The study population comprises the46-management staff of 
these establishments. A census study was carried out. Both primary and secondary data were used. The questionnaire was 
used to generate the primary data.4-point Like rt-scale was adopted in this study. Pearson Product-moment corelation 


coefficient was used to test the research hypotheses at the 0.05 level of significance. 
DATA ANALYSIS AND RESULTS 


Table 1 shows the results of the association between collaboration and team cohesion. The table relates to the first 


hypothesis. 
Table 1: Collaboration and Cohesion 
Correlations 
Collaboration Cohesion 

Collaboration Pearson Correlation 1 791" 

Sig. (2-tailed) .000 

N 46 46 
Cohesion Pearson Correlation 791" 1 

Sig. (2-tailed) .000 

N 46 46 


Source: SPSS Output, 2022. 


The result of the analysis in Table | shows a significant level p< 0.05 (0.000< 0.05), this means that there is a 
significant relationship between collaboration and cohesion. A correlation value of r = 0.791 implies a strong positive 
relationship between collaboration and cohesion. This entails that, as one variable increases, the other increases, a positive 
impact on collaboration will lead to a corresponding increase in the level of cohesion. The study therefore discovered a 
strong positive and significant association between collaboration and cohesion. Considering this, the study rejects the null 


hypothesis and accepts the alternate hypothesis that there is a significant relationship between collaboration and cohesion. 
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Table 2: Collaboration and Productivity 


Correlations 
Collaboration Productivity 

Collaboration Pearson Correlation 1 780°" 

Sig. (2-tailed) .000 

N 46 46 
Productivity Pearson Correlation 780°" 1 

Sig. (2-tailed) .000 

N 46 46 


Source: SPSS Output, 2022. 


The result of the analysis in Table 2 shows a significant level p< 0.05 (0.000< 0.05), this means that there is a 
significant relationship between collaboration and productivity. A correlation value of r = 0.780shows a strong positive 
relationship between collaboration and productivity. This depicts that as a variable increases the other increases. This 
means, a positive impact of collaboration will lead to a corresponding increase in productivity. The study observes a strong 
positive and significant association between collaboration and productivity. The study, therefore, rejects the null 
hypothesis and accepts the alternate hypothesis that there is a significant relationship between collaboration and 


productivity. 


Table 3: Compromising and Cohesion 


Correlations 
Compromising Cohesion 

Compromising Pearson Correlation 1 765" 

Sig. (2-tailed) .000 

N 46 46 
Cohesion Pearson Correlation 165" 1 

Sig. (2-tailed) .000 

N 46 46 


Source: SPSS Output, 2022. 


The result of the analysis in Table 3 shows a significant level p< 0.05 (0.000< 0.05), indicating a significant 
relationship between compromising and cohesion. A correlation value of r = 0.765suggest a strong positive relationship 
between compromising and cohesion. This shows that as one variable increases, the other increase, an increase 
compromising will lead to a corresponding increase in cohesion. The study therefore observes a strong positive and 
significant association between compromising and cohesion. Considering this, the study therefore rejects the null 


hypothesis and accepts the alternate hypothesis that there is a significant relationship between compromising and cohesion. 


Table 4: Compromising and Productivity 


Correlations 
Compromising Productivity 

Compromising Pearson Correlation 1 685" 

Sig. (2-tailed) .000 

N 46 46 
Productivity Pearson Correlation 685" 1 

Sig. (2-tailed) .000 

N 46 46 


Source: SPSS Output, 2022. 


The result of the analysis in Table 4 shows a significant level p< 0.05 (0.000< 0.05), representing a significant 
relationship between compromising and productivity. A correlation value of r = 0.685 suggest a strong positive relationship 


between compromising and productivity. This signifies that as one variable increases, the other increase, an increase 
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compromising will lead to a corresponding increase in productivity. The study therefore observes a strong positive and 
significant association between compromising and productivity. The study therefore rejects the null hypothesis and accepts 


the alternate hypothesis that there is a significant relationship between compromising and productivity. 
Discussion of Findings 


Drawing from the bivariate analysis, the findings revealed that a significant relationship exists amongst the dimensions of 
conflict management strategies and the measures of organisational effectiveness. Comprehensive thoughts in line with the 


hypotheses are given: 
Compromising and Organisational Effectiveness 


The relationship between collaboration and organisational effectiveness was examined with the hypothesis one and two. 
The findings revealed a positive strong significant relationship with P-value of 0.000, which was less than 0.05 level of 
significant (p-value = 0.000 < 0.05). Thus, the null hypothesis was rejected owing that collaboration relates to 
organisational effectiveness significantly. The outcome revealed a strong positive correlation for both collaborating and 
cohesion and (r = 0.791) and collaborating and productivity (r = 0.780). This indicates that when collaboration in the 
manufacturing firms increase, the effectiveness increases. This finding agrees with that of Harris (2005) that suggests that 
collaboration among employees in executing work results in effectiveness and better connections to elements of the 
environment such as customers, suppliers, and regulators. It is also in line with the study of Woodland & Hutto (2012) that 
posits that increase stakeholder capacity to engage in efficient and effective collaborative practices correlate with indicators 


of organisational impact and outcomes. 
Compromising and Organisational Effectiveness 


The relationship between Compromising and Organisational effectiveness was examined with the Ho3 and Ho4. The 
findings revealed a positive strong significant relationship with P-value of 0.000, which was less than 0.05 level of 
significant (p-value = 0.000 < 0.05). Thus, the null hypothesis was rejected owing that compromising relates to 
organisational effectiveness significantly. The outcome revealed a strong positive correlation for both compromising and 
cohesion (r = 0.765) and compromising and productivity (r = 0.685). This indicates that when compromising in the 
manufacturing firms increase, the effectiveness at workplace increases. This finding conforms to that of John-Eke & 
Akintokunbo (2020) that studied conflict management as a tool for increasing organisational effectiveness and the findings 
reveal a correlation between conflict management strategies and organisational effectiveness. It also agrees with the 
findings of Gbarele and Tantua (2020) that show a significant relationship between the conflict management and 


organisational productivity. 
CONCLUSIONS AND RECOMMENDATIONS 


The study examines conflict management strategies and organisational effectiveness of manufacturing firms in Rivers 
State. The findings revealed that conflict management strategics correlate the organisational effectiveness of the 
manufacturing firms in Rivers state. The dimensions of conflict management strategies used are collaborations and 
compromising. while the measures of organisational effectiveness are cohesion and productivity. The findings show a 
strong significant relationship between conflict management strategies and organisational effectiveness; thus, the study 


concludes that conflict management strategies correlates with the organisational effectiveness of the manufacturing firms. 
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Based on the findings and conclusion, the following recommendations are appropriate: 
The manufacturing firms should adopt suitable conflict management strategies for organisational effectiveness 
The management should promote collaboration to enhance workplace efficiency 


The firms should apply compromising when finding a solution to satisfy both parties involved. 
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